The alpha value for mental health, OBSE and QWL questionnaires were, respectively, 0.82, 0.80, 0.79 Woolf (2004) pointed out that a high QWL would reward the worker with a just wage for his work and recognition of other kinds for contribution, such as promotion to a better paid, more responsible position, more secure job, more opportunities to grow and as far as the work place allows, and better lit, cleaner, quiet, safer, and more spacious work place. Thus, QWL is a comprehensive construct that includes an individual's job-related wellbeing and the extent to which work experience is rewarding, fulfilling and devoid of stress, psychological disorders (better mental health) and other negative personal consequences. According to the World Health Organisation (Anonymous, 2001) , "mental health problems and stress-related disorders are the biggest overall cause of early death in Europe". Some of the root causes of this morbidity and mortality are related to living and working conditions that are accessible to preventive and therapeutic interventions, individuals as well as collective ones. According to the results of a study by Markham (2010) , "The prediction of employees, mental health by means of their QWL" it was evident that QWL variables and more specifically lack of meaningfulness, are predictors of employees' mental health; and work and time pressure, skill discretion and role ambiguity are predictors of employees' general health, somatic symptoms and anxiety.
INTRODUCTION
The term Quality of Work Life (QWL) gained importance in the late 1960s as concerns developed about the effect of job/work on health and general wellbeing and ways to positively influence the quality of a person's work experience.
Up until the mid-1970s, employers emphasised improvement of work design and working conditions. In the next decade (1980s), the concept of QWL included other aspects of a job that affect employees , job satisfaction and productivity, such as reward system, physical work environment, employee involvement, rights and esteem needs.
Robbins defined QWL as a process by which an organisation responds to employees' needs by developing mechanisms to allow them to share fully in making the decisions that design their lives at work (Robbins, 1989, at p. 207) . A complete historical overview of QWL was previously prepared (Martel and Dupuis, 2006) .
Mental health is a state of emotional and psychological well-being in which an individual is able to use his or her cognitive and emotional capabilities, function in society, and meet the ordinary demands of everyday life (Anonymous, 2016) .
Good mental health is crucial to the overall well-being of individuals, communities, and societies. Positive mental health is a resource of everyday living that enables people and communities to realise their fullest potential and to cope with life transitions and major life events.
Researchers have distinguished among several types of esteem, including global self-esteem (an individual's overall evaluation of worth), role-based self-esteem (worth derived from employment in a particular position), and task based self-esteem (worth based on self-efficacy). Within the last five years, an additional form, Organisation-Based SelfEsteem (OBSE), has appeared in the literature. OBSE reflects the degree to which employees perceive themselves as important, meaningful, effectual, and worthwhile within the organisational setting (Pierce et al., 1989) .
A high-quality working life can be defined as one that involves an interesting, challenging, and responsible job. Woolf (2004) pointed out that a high QWL would reward the worker with a just wage for his work and recognition of other kinds for contribution, such as promotion to a better paid, more responsible position, more secure job, more opportunities to grow and as far as the work place allows, and better lit, cleaner, quiet, safer, and more spacious work place. Thus, QWL is a comprehensive construct that includes an individual's job-related wellbeing and the extent to which work experience is rewarding, fulfilling and devoid of stress, psychological disorders (better mental health) and other negative personal consequences. According to the World Health Organisation (Anonymous, 2001) , "mental health problems and stress-related disorders are the biggest overall cause of early death in Europe". Some of the root causes of this morbidity and mortality are related to living and working conditions that are accessible to preventive and therapeutic interventions, individuals as well as collective ones. According to the results of a study by Markham (2010) , "The prediction of employees, mental health by means of their QWL" it was evident that QWL variables and more specifically lack of meaningfulness, are predictors of employees' mental health; and work and time pressure, skill discretion and role ambiguity are predictors of employees' general health, somatic symptoms and anxiety.
Self-esteem is a basic human need and for which we constantly strive. QWL is so vast a concept that it encompasses the whole chain of a person's various needs. QWL was conceptualised in terms of need satisfaction stemming from an interaction of workers' needs (survival, security, social, self-esteem, and self-actualisation) and organisational resources (Sirgy et al., 2001) .
As Rhoades and Eiesenberger (2002) stated, nowadays people not only work for physiological need, but also and most importantly work for non-material needs such as selfesteem and self-actualisation needs in the form of growth and achieving career goals. The results suggest that QWL should be taken into account in order to improve mental health status and self-esteem of employees.
On numerous occasions it has been suggested that an individual's self-esteem, formed around work and organisational experiences, plays a significant role in determining employee motivation, work-related attitudes, and behaviours. We review more than a decade of research on an organisation-based conceptualisation of self-esteem. It is observed that sources of organisational structure, working environment structure, signals about worth from the organisation, as well as, success-building role conditions predict organisation-based self-esteem. In addition, OBSE is related to job satisfaction, organisational commitment, motivation, citizenship behaviour, in-role performance, and turnover intentions, as well as, other important organisation-related attitudes and behaviours (Pierce and Gardner, 2004) .
The aim of this study was to analyse how mental health and self-esteem of employees may be influenced by QWL. This study also tries to predict the mental health status and OBSE of employees through QWL subscales.
The following hypotheses were raised: 1) there is a correlation between QWL and mental health status of employees, 2) there is a correlation between QWL and OBSE of employees, and 3) the subscales of QWL can predict the mental health and self-esteem of employees.
METHODS
In this descriptive study, relationships were determined among parameters assessed by three standard questionnaires using correlation and other statistical analyses to test the hypothesis.
All statistical computations were conducted using SPSS software version 17. Sixty seven (53 male, 14 female) employees of sport and youth organisations of the Northern Khorasan Province were selected as a statistical sample and responded to three standard questionnaires.
Mental health status of participants in this study was measured using Goldberg (1978) GHQ (GHQ-12) 12 items, a self-administered scale that yields the current experience of a symptom and behaviour specific to psychological distress, on a four point (0-3) Likert scale with a total score of 36. It mainly focuses on the two major areas, 1) the inability to carry out normal functions, and 2) the appearance of new and distressing phenomena. A score of more than 20 on GHO-12 indicates severe psychological problems and distress.
Perspective of employees on self-esteem was measured using the OBSE scale developed by Pierce et al. (1989) . The scale consists of ten items on two factors, organisation-based self-respect was composed of six items and organisation-based self-confidence contains four items and was measured on a 6-point scale ranging from strongly disagree (1) to strongly agree (6). Walton's (1975) 44 items questionnaire with eight subscales on a five-point scaled response ranging from strongly disagree (1) to strongly agree (5) was used to measure the status of QWL in the mentioned organisation.
Data was obtained during two different time periods during the participant working times. The questionnaires were administered and the participants were asked to choose the cases among Likert-scale (Norman, 2010) items that were true to them.
The Pearson's coefficient correlation test was used to test the hypothesised relationships between the variables. Furthermore, multiple step by step regression analysis (see, for example, Bhattacharyya and Johnson, 1977) was performed to predict the strongest predictors of employees' mental health and self-esteem among QWL subscales.
Compared to Fahim et al. (2014) , the coefficient alpha was used to test the reliability of the instruments. Although the instruments were proven to be reliable, reliability testes were needed for this study, since the instruments had been translated into the language Farsi, and were used in a different culture at a different period of time since the original study. An internal consistency estimate was computed for three instruments and the alpha value for mental health, OBSE and QWL were respectively, 0.82, 0.80, and 0.79.
RESULTS
Descriptive statistics. The mean estimated OBSE was (X = 31, maximum possible 60). This implies that employees waver between feeling able and useless, right and wrong, acting at times wisely and rashly at others. The QWL mean score was lower than average (X = 2.28 of maximum 5). In this study, most of the employees felt dissatisfied with the scope of work, fair and adequate pay, pressing work environment, and promotional opportunities.
Results of correlation analysis. Table 2 shows the results of testing the first and second hypotheses of the study. There was a negative significant correlation between QWL with mental health. This implies that a better quality of working life is associated with less work-related stress for employees and as a result with less psychological disorders (or better mental health). There was also a significant correlation between QWL with OBSE. This implies that good working conditions (physical, social, and psychological characteristics of work settings) lead to a sense of satisfaction and achievement and can boost employee self-esteem and personal identity.
Results of multiple regression analysis.
Step-wise multiple regression analysis was conducted to determine the predictors of mental health status (hypothesis 3). The results presented in Table 3 show that fair and adequate pay and growth opportunities and continuing security were the best predictors of mental health. Fair and adequate pay (Beta = 0.432, T = 3.621, p < 0.05) was the strongest predictor of mental health, followed by growth opportunities and continuing security (Beta = 0.283, T = 2.440, p < 0.05) as the second strongest predictor of mental health. Predictors of OBSE from QWL subscales ( tor of OBSE, followed by growth opportunities (Beta=0.31, T=3.79, p < 0.05).
DISCUSSION
There was a significant correlation between QWL and mental health status (negative correlation) and self-esteem of employees (Hypothesis 1 and 2) . Thus, it can be concluded that mental health and self-esteem of employees depend on how these employees perceive QWL in organisations. If employees feel that the organisation provides them growth opportunities and continuing security with a safe and healthy work place, and also provide them with fair and appropriate compensation, they feel that the organisation can fulfil their personal needs. Since the average adult spends much of his or her life working, the work place can play a significant part in an individual's life that can affect his or her life and psychological well-being. When individuals have good mental health, they are able to function properly (Ryff, 1989) . The obtained results are consistent with those of Siegrist et al. (2006) and Zulkarnain (2013) . In their study they found that components of QWL, such as work environment, wages, work schedules and growth opportunities are closely associated with life satisfaction, well-being and self-esteem of workers, which is in line with the findings of this study. Sirgy et al. (2001) also reported that QWL does not only affect job satisfaction, but it will also affects life satisfaction, such as family life, social life, financial and well-being of workers.
Self-esteem is the basic appraisal of oneself, as it concerns the overall value that one places on oneself, as a person (Rosenberg, 1965) . Based on Korman (1970 Korman ( , 1976 , the way individuals react to life experiences is, among others, based on the extent to which they perceive themselves as being able to satisfy their needs. The basic underlying theoretical tenet is that individuals will develop attitudes and behave in a way that will maintain their level of self-esteem. The reasons behind this are that QWL is more focused on staff development and improving the well-being of workers in order to improve performance of an organisation (Cole et al., 2005) . QWL involves designing a comfortable work full of joy to enhance the psychological environment, which can improve employee performance and responsibilities, while increasing individual internal motivation to work in earnest.
The results suggest that QWL should be taken into account in order to improve mental health status and self-esteem of employees.
This study confirmed the importance of QWL for mental health and self-esteem in many respects. It showed that employees' perception of their work place tended to shape their psychological well-being and their feeling of self-respect and self-confidence. It can be concluded that employee well-being and OBSE play critical roles in the motivation of human behaviour. Organisational policies, programmes and procedures and quality of working conditions that lead to the promotion of psychological well-being of employees and development of their self-esteem in a healthy way will be very useful both for the organisation and the individual.
Managers must have the mission to improve their employee mental health and self-esteem in order to contribute to the achievement of organisational goals and as well as the personal goals of the members.
CONCLUSION
Employee mental health can be developed by organisations through fair and adequate pay and growth opportunities (these two components of QWL were the strongest predictors of mental health), and sense of self-esteem can be developed by organisations through a safe and healthy work place and development of human capabilities (these two components of QWL were the strongest predictors of OBSE).
From an organisational psychological perspective (Danna and Griffin, 1999) , QWL involves a hierarchy of concepts that include life satisfaction, job satisfaction, and work-specific facet satisfaction. Since the average adult spends much of his or her life working, the work place becomes a significant part of his or her life that affects the life and well-being of an individual. When individuals have a good psychological well-being and experience positive emotions like happiness in work place, they are able to function properly (Ryff, 1989) . Individuals are also able maintain confidence and have a great sense of self-esteem and generally become a better person in life. It can also be concluded that OBSE plays a critical role in the motivation of human beings.
Limitations and suggestions for future research. Sample size was the major limitation of the study. Sixty seven employees participated in this study. The sample size could be larger in order to provide more powerful results. Another limitation was the exclusive use of self-report measures, a strategy often associated with method variance. The outcome of the study depended on the participants' honesty and cooperation in answering the questions.
From a researcher's perspective, future research should consider also physical activity and sport engagement level of employees, as well as emotional Intelligence as mediating variables, because these variables may have important roles in fostering mental health and self-esteem of employees and can be linked with QWL.
